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THE HISTORY OF WOMEN IN CORPORATE 
EXECUTIVE POSITIONS IN THE U.S.: 
BARRIERS TO FULL REPRESENTATIONS 
Beth Reimel and Julie A. Guevara 
Female participation in U.S. industry was originally limited to employment prior to 
marriage at low-skill, low-wage, sometimes back breaking jobs in, for example, the 
garment and textile industries (Sylvia, 1989). Other opportunities available to women 
were found in low-paying service occupations such as food preparations and domestic 
and industrial cleaning. It was not uncommon during the nineteenth century for work-
ing class women to remain in the work force after marriage because of the financial 
demands of maintaining a household and family. There were some exceptions to ca-
reer limitations on women; two of them were teaching and nursing. Both were, and 
continue to be today, very rigorous jobs paying lower wages than male dominated oc-
cupations that require comparable skills and training (Sylvia, 1989). As the economy 
expanded and more paper work was required in management and industry, clerical ca-
reers became available to women. 
Given this brief history of women at work, it should come as no surprise that 
women are not significantly represented in the leadership of the majority of large cor-
porations in the U.S. In fact, most large U.S. corporations are run by men. Female 
employees are usually in clerical positions where they have little formal authority 
(Freeman, 191 ). 
It is only within the past 15 years that women have entered the corporate world in 
other than clerical positions. Changing beliefs about "a woman's place", legislative rul-
ings for affirmative actions in employment and the fact that large numbers of women 
have entered and stayed in the work force are some of the forms of social change ac-
counting for the increase in women in the corporate world. Although more women are 
in middle-management positions, there are very few at higher administrative levels, 
and they hold very little accumulated power within corporations as a whole. Many 
Fortune 500 companies may have no more than ten women in high ranking offices out 
of an average of 800 positions (Freeman, 192). 
Not only are women a minority at high corporate levels, but their distribution is not 
equally spread across the various professional levels of corporate ranks. Even when 
women achieve professional positions, they seem to be denied access to higher 
ranks. The "critical mass" concept of analysis explains the lack of women in high cor-
porate positions on the basis of their short history in corporate leadership. If it takes 25 
years of middle management rank to gain a top corporate position, men have a ten 
year head start over women (Freeman, 192). 
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I E  U . S . :  
T A T I O N S  
1 m p l o y m e n t  p r i o r  t o  
1 ,  f o r  e x a m p l e ,  t h e  
3 V a i l a b l e  t o  w o m e n  
1 t i o n s  a n d  d o m e s t i c  
h  c e n t u r y  f o r  w o r k -
u s e  o f  t h e  f i n a n c i a l  
e  e x c e p t i o n s  t o  c a -
l g .  B o t h  w e r e ,  a n d  
n a l e  d o m i n a t e d  o c -
1 ) .  A s  t h e  e c o n o m y  
n d u s t r y ,  c l e r i c a l  c a -
t s  n o  s u r p r i s e  t h a t  
a j o r i t y  o f  l a r g e  c o r -
n  b y  m e n .  F e m a l e  
l e  f o r m a l  a u t h o r i t y  
c o r p o r a t e  w o r l d  i n  
i c e " ,  l e g i s l a t i v e  r u l -
l u m b e r s  o f  w o m e n  
f  s o c i a l  c h a n g e  a c -
h  m o r e  w o m e n  a r e  
m i n i s t r a t i v e  l e v e l s ,  
a s  a  w h o l e .  M a n y  
r a n k i n g  o f f i c e s  o u t  
r  d i s t r i b u t i o n  i s  n o t  
r a n k s .  E v e n  w h e n  
a c c e s s  t o  h i g h e r  
v o m e n  i n  h i g h  c o r -
i r s h i p .  I f  i t  t a k e s  2 5  
1 ,  m e n  h a v e  a  t e n  
T h e  d i f f i c u l t y  w i t h  t h e  " c r i t i c a l  m a s s "  a n a l y s i s  i s  t h a t  i t  r e q u i r e s  a  l o n g  p e r i o d  o f  t i m e  
t o  d e t e r m i n e  t h e  a c c u r a c y  o f  m a l e - f e m a l e  d i f f e r e n c e s  i n  o b t a i n i n g  h i g h  c o r p o r a t e  
p o s i t i o n s .  I t  a l s o  d o e s  n o t  d e a l  w i t h  t h e  i s s u e  o f  d i f f e r e n t i a l  t r e a t m e n t  o f  m e n  a n d  
w o m e n  i n  s i m i l a r  p o s i t i o n s .  I t  i s  d o u b t f u l  t h a t  m a l e  m a n a g e r s '  e x p e r i e n c e  i s  s i m i l a r  t o  
t h a t  o f  t h e  f e m a l e  m i n o r i t y  ( R i z z o  a n d  M e n d e z ,  9 ) .  
H i s t o r i c a l l y  w o m e n  h a v e  h e l d  j o b s  m o s t l y  h e l d  b y  w o m e n  a n d  t h e i r  j o b s  h a v e  b e e n  
a t  l o w e r  r a n k s  a n d  p a y  t h a n  j o b s  h e l d  b y  m e n .  F o r  t h e  m o s t  p a r t ,  t h e s e  j o b s  h a v e  b e e n  
s u p p o r t i v e  a n d  a n  e x t e n s i o n ,  o u t s i d e  o f  t h e  h o m e ,  o f  t h e  w o m a n ' s  n u r t u r i n g  r o l e .  
T h e s e  h i r i n g  p r a c t i c e s  w e r e  b a s e d  o n  t w o  p r e m i s e s .  F i r s t  w a s  t h e  b e l i e f  t h a t  m e n  a n d  
w o m e n  h a d  i n n a t e l y  d i f f e r i n g  a b i l i t i e s ,  a n d  c o n s e q u e n t l y  n a t u r e  h a d  p r o v i d e d  a  g e n d e r  
b a s e d  d i v i s i o n  o f  l a b o r  ( R i z z o  &  M e n d e z ,  9 ) .  S e c o n d ,  t h e  d i s p a r i t y  i n  w a g e  l e v e l s  w a s  
i n  p a r t  d u e  t o  s o c i e t y ' s  b e l i e f  t h a t  m e n  h a d  f a m i l i e s  t o  s u p p o r t  a n d  w o m e n ' s  e a r n i n g s  
w e r e  s e c o n d a r y  i n c o m e s .  I t  i s  t h i s  l i n e  o f  t h i n k i n g  t h a t  p r o b a b l y  p r o m p t e d  C o n g r e s s  t o  
p a s s  l e g i s l a t i o n  i n  t h e  1 8 7 0 ' s  p e r m i t t i n g  d i f f e r e n t i a l  p a y  l e v e l s  f o r  m e n  a n d  w o m e n  d o -
i n g  t h e  s a m e  w o r k  i n  g o v e r n m e n t  ( S y l v i a ) .  
M a n y  o f  t h e s e  p o s i t i o n s  o p e n  t o  w o m e n  h a d  s t a n d a r d i z e d  d e c i s i o n - m a k i n g  a n d  
r e q u i r e d  l i m i t e d  i n d i v i d u a l  e v a l u a t i o n  o r  r e v i e w .  T o  a  l a r g e  e x t e n t  t h i s  s i m p l i s t i c  u s e  o f  
s t e r e o t y p e s  n o t  o n l y  e n f o r c e d  p e r s o n a l  p r e j u d i c e  i n t o  a c c e p t e d  c o r p o r a t e  b e h a v i o r ,  
b u t  a l s o  l i m i t e d  t h e  c o r p o r a t e  p e r s p e c t i v e  w h e n  p e r s o n n e l  d e c i s i o n s  w e r e  m a d e .  
T h e s e  a s s u m p t i o n s  h a v e  c o n t i n u e d  t o  d o m i n a t e  p e r s o n n e l  d e c i s i o n s  b e c a u s e  m o s t  
p e o p l e  i n  m a n a g e m e n t  d i s p l a y e d  t h e s e  s t e r e o t y p i c a l  b e h a v i o r s  ( R i z z o  &  M e n d e z ,  1  0 ) .  
T h e s e  f o l k l o r e - b a s e d  p e r s o n n e l  d e c i s i o n s  g r e w  o u t  o f  a  b e l i e f  t h a t  m e n  a r e  b e t t e r  
s u i t e d  t h a n  w o m e n  f o r  d e c i s i o n  m a k i n g .  M e n  h a v e  b e e n  s e e n  a s  r a t i o n a l ,  d e c i s i v e ,  
a n d  i n  c o n t r o l ,  w h i l e  w o m e n  h a v e  b e e n  v i e w e d  a s  t o o  e m o t i o n a l  t o  m a k e  r a t i o n a l  d e -
c i s i o n s  u n d e r  p r e s s u r e  ( R i z z o  &  M e n d e z ,  1  0 ) .  
M c G r e g o r  ( 1 9 6 7 ) ,  a n  o r g a n i z a t i o n a l  r e s e a r c h e r ,  g a v e  t h e  f o l l o w i n g  d e f i n i t i o n  o f  a  
s u c c e s s f u l  m a n a g e r :  
T h e  m o d e l  o f  t h e  s u c c e s s f u l  m a n a g e r  i n  o u r  c u l t u r e  i s  a  m a s c u l i n e  o n e .  
T h e  g o o d  m a n a g e r  i s  a g g r e s s i v e ,  c o m p e t i t i v e ,  f i r m ,  j u s t .  H e  i s  n o t  
f e m i n i n e ;  h e  i s  n o t  s o f t  o r  y i e l d i n g  o r  d e p e n d e n t  o r  i n t u i t i v e  i n  t h e  w o m a n l y  
s e n s e .  T h e  v e r y  e x p r e s s i o n  o f  e m o t i o n  i s  w i d e l y  v i e w e d  a s  a  f e m i n i n e  
w e a k n e s s  t h a t  w o u l d  i n t e r f e r e  w i t h  e f f e c t i v e  b u s i n e s s  p r o c e s s e s .  Y e t  t h e  
f a c t  i s  t h a t  a l l  e m o t i o n s  a r e  p a r t  o f  t h e  h u m a n  n a t u r e  o f  m e n  a n d  w o m e n  
a l i k e .  C u l t u r a l  f o r c e s  h a v e  s h a p e d  n o t  t h e i r  e x i s t e n c e  b u t  t h e i r  a c c e p t a b i l -
i t y ;  t h e y  a r e  r e p r e s s e d ,  b u t  t h i s  d o e s  n o t  r e n d e r  t h e m  i n a c t i v e .  T h e y  c o n -
t i n u e  t o  i n f l u e n c e  a t t i t u d e s ,  o p i n i o n s ,  a n d  d e c i s i o n  ( 2 3 ) .  
T h e  e x i s t e n c e  o f  t h i s  m o d e l  p r o b a b l y  s t e m s  f r o m  a n  i n v e s t m e n t  i n  i t  b y  m a l e  m a n a g e r s  
a s  w e l l  a s  a  b e l i e f  t h a t  t h e  c o r p o r a t i o n  w i l l  n o t  g e t  a n  a d e q u a t e  r e t u r n  f r o m  
e n c o u r a g i n g  w o m e n  t o  b e  m a n a g e r s  b e c a u s e  t h e y  l e a v e  t h e  w o r k  f o r c e  p r i o r  t o  m e n .  
A n o t h e r  r e a s o n  M c G r e g o r ' s  m o d e l  h a s  f l o u r i s h e d  i s  t h a t  i t  c o r r e s p o n d s  t o  m i l i t a r y  
a n d  s p o r t s  m o d e l s  o f  d e s i r e d  m a n a g e r i a l  b e h a v i o r s .  T h e  h i s t o r i c a l  e x c l u s i o n  o f  w o m e n  
G r a n d  V a l l e y  R e v i e w  •  5 6  
from both the military and competitive sports has resulted in unequal access to male-
dominated activities that have demonstrated effectiveness in the development of skills 
and abilities that result in promotions, salary increase, and most important, the 
responsibility for making decisions (McGregor, 11 ). 
Needless to say, not all men with military and/or sports experience are or desire to 
be successful managers. However, men, simply because of their gender and the 
assumption that they would exhibit the traits McGregor outlines, have been perceived 
as capable and responsible managers. Consequently, the McGregor male model of 
traits needed in a manager, described in 1967, remains a potent influence in shaping 
unconscious attitudes toward men, management and women in management. 
Research conducted by Hennig and Jardim (1977) concluded that men have been 
more aggressive in competing for promotions than women have. This research 
substantiates findings that teachers call upon and reinforce responses from boys in 
elementary school more than they do from girls (Rizzo & Mendex, 11 ). 
There has been a lack both of reinforcement and acceptability for aggressive be-
havior in women, which has hindered women in gaining access to management posi-
tions (Rizzo & Mendez, 12). As a result, women have continued to work in the jobs 
available to them and developed a reputation for being useful in supportive positions. 
One of the authors recalls a doctor in recent years who told the hospital nurses work-
ing with him, "You do the work. I'll do the thinking." 
Not only have women been hampered in their advancement to higher management 
positions, but they have also been limited in their access to and participation in the 
informal networks that require acceptance by and a camaraderie with colleagues at 
equal or higher ranks, both formally and informally. These networks provide support, 
inside information and access to management decision makers, all of which are nec-
essary for advancement in the corporation. Historically, women have not been part of 
the informal network because of the lack of a perceived reason or need to include 
them. 
Societal views of gender roles vary, of course, with time and context. Those born 
after 1960 received different messages about gender-appropriate identities and direc-
tions than those born twenty years earlier (Freeman, 126 & 133). 
Not only have legislation and social beliefs influenced roles seen as appropriate for 
each gender, but so has the family. As Freeman reminds us, dominance and inde-
pendence are linked with the masculine role whereas submissiveness, passivity and 
nurturance are linked with the feminine role. These sex-linked role concepts are seen 
as learned through the process of socialization, mainly within the nuclear family 
(Freeman, 248). 
A participant in a study conducted by Freeman (1990) highlights the role of family 
upon gender appropriate career choices. The participant, who began as a secretary in 
her corporation, comments: 
... in fact, I get aggravated with my parents because my mother and father 
were very traditional. My father made the decisions. My mother was a full-
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! e n t i t i e s  a n d  d i r e c -
a s  a p p r o p r i a t e  f o r  
n i n a n c e  a n d  i n d e -
e s s ,  p a s s i v i t y  a n d  
: o n c e p t s  a r e  s e e n  
h e  n u c l e a r  f a m i l y  
;  t h e  r o l e  o f  f a m i l y  
1  a s  a  s e c r e t a r y  i n  
r a n d  f a t h e r  
r  w a s  a  f u l l -
t i m e  h o u s e w i f e .  T h e y  t a l k e d  a  l o t  a b o u t  g i r l s  d o  t h i s  a n d  b o y s  d o  t h a t ,  
t h o u g h  t h e y  a l w a y s  e n c o u r a g e d  m e .  I  d i d  v e r y  w e l l  i n  s c h o o l ,  a n d  m y  f a t h e r  
w a s  v e r y  h e l p f u l  t o  m e  [ i n ]  s c h o o l  w o r k .  T h e r e  w a s  a  f e e l i n g  t h a t  I  s h o u l d  
g o  t o  c o l l e g e ,  b u t  i t  w a s  f o r  t h e  w r o n g  r e a s o n .  I t  w a s  b e c a u s e  y o u ' l l  m e e t  a  
n i c e  b o y  a n d  g e t  m a r r i e d .  A n d ,  u n f o r t u n a t e l y ,  n o  o n e  e v e r  g a v e  m e  a n y  
o t h e r  o p t i o n s .  H a d  I  t o  d o  i t  o v e r  a g a i n  I  c e r t a i n l y  w o u l d  h a v e  h a d  a  
d i f f e r e n t  v i e w  o f  t h i n g s  ( 1 3 3 ) .  
W o m e n  w h o s e  f a m i l i e s  r e i n f o r c e d  t h e i r  a c h i e v e m e n t s  a r e  m o r e  l i k e l y  t o  s e e  
t h e m s e l v e s  a s  a b l e  t o  d o  w h a t e v e r  t h e y  c h o o s e .  W o m e n  f r o m  f a m i l i e s  w i t h  l e s s  r i g i d  
d i v i s i o n s  o f  a p p r o p r i a t e  r o l e s  f o r  w o m e n  a n d  m e n ,  a r e  a l s o  m o r e  l i k e l y  t o  f e e l  a b l e  t o  
m a k e  c h o i c e s  a b o u t  t h e  d i r e c t i o n  o f  t h e i r  l i v e s .  
M e g a t r e n d s  a u t h o r ,  J o h n  N a i s b i t t ,  h a s  p r e d i c t e d  t h a t  a  w o m a n  w i l l  b e  p r e s i d e n t  o f  
t h e  U n i t e d  S t a t e s  b e f o r e  t h e r e  i s  a  f e m a l e  C E O  a t  I B M  ( M a t z e r ) .  A c c o r d i n g  t o  s e v e r a l  
a u t h o r s ,  w o m e n  d r o p  o u t  o f  t h e  c o r p o r a t e  w o r l d  t o  h a v e  c h i l d r e n ,  t o  c h a n g e  c a r e e r s ,  
o r  t o  s t a r t  t h e i r  o w n  b u s i n e s s e s .  B y  g o i n g  i n t o  b u s i n e s s  f o r  t h e m s e l v e s ,  w o m e n  s a c r i -
f i c e  t h e  r e w a r d s  a n d  c h a l l e n g e s  o f  t h e  c o r p o r a t i o n .  
B o t h  m e n  a n d  w o m e n  e x p e r i e n c e  a  " d a n g e r o u s  p e r i o d "  i n  t h e i r  m i d - c a r e e r  y e a r s ,  
u s u a l l y  b e t w e e n  a g e s  3 6  a n d  4 3  ( M a t z e r ) .  D u r i n g  t h i s  p e r i o d  e m p l o y e e s  o n  t h e  f a s t  
t r a c k  a r e  i n  d a n g e r  o f  d e r a i l i n g  o r  r e a c h i n g  a  p l a t e a u .  H o w e v e r ,  t h i s ·  s l o w  d o w n  i n  t h e  
c l i m b  u p  t h e  c o r p o r a t e  h i e r a r c h y  h a p p e n s  t o  w o m e n  f o r  d i f f e r e n t  r e a s o n s  t h a n  i t  h a p -
p e n s  t o  m e n .  
D u r i n g  t h i s  p e r i o d  m e n  l e a r n  t o  b e  m o r e  f l e x i b l e  i n  o r d e r  t o  s u r v i v e  i n  t h e  
c o r p o r a t i o n  b y  f i t t i n g  i n  w i t h  s e n i o r  m a n a g e m e n t .  T h e  v e r y  c h a r a c t e r i s t i c s  t h a t  p u t  m e n  
o n  t h e  c o r p o r a t e  f a s t  t r a c k  ( a s s e r t i v e n e s s ,  h i g h  e n e r g y ,  i n i t i a t i v e )  a r e  t h e  c h a r a c t e r i s -
t i c s  t h a t  t h e y  m u s t  r e l i n q u i s h .  W o m e n ,  o n  t h e  o t h e r  h a n d ,  a r e  g e n e r a l l y  a l r e a d y  f l e x -
i b l e .  W o m e n  a r e  m o r e  l i k e l y  t o  d r o p  o u t  a n d  b e c o m e  d i s i l l u s i o n e d  a s  t h e y  e n c o u n t e r  
t h e  " g l a s s  c e i l i n g . "  W o m e n  o p t  o u t  a b o u t  t h i s  t i m e  b e c a u s e  t h e y  w a n t  t o  s p e n d  t i m e  
w i t h  s m a l l  c h i l d r e n ,  o r  t h e y  w a n t  t o  s t a r t  t h e i r  o w n  b u s i n e s s .  
W h y  s h o u l d  c o r p o r a t i o n s  b e  c o n c e r n e d  w i t h  p r o b l e m s  o f  a d v a n c e m e n t  f a c e d  b y  
w o m e n  m a n a g e r s ?  A c c o r d i n g  t o  f o r m e r  C E O  E v a n s  o f  M o n e t  J e w e l e r s ,  w o m e n  b r i n g  
a  t r e m e n d o u s  a m o u n t  o f  b a l a n c e  t o  t h e  w o r k p l a c e .  E v a n s  w a s  r e c r u i t e d  b y  
M o n t g o m e r y  S e c u r i t i e s  t o  r e v i e w  c o m p a n i e s  a s  c a n d i d a t e s  f o r  l e v e r a g e d  b u y  o u t s .  
S h e  s t a t e s  t h a t ,  " w o m e n  t e n d  t o  v i e w  t h i n g s  d i f f e r e n t l y  a n d  a r e  m o r e  s e n s i t i v e  a n d  a p -
p r o a c h a b l e  b y  e m p l o y e e s  o n  a  p e r s o n a l  l e v e l "  ( S y l v i a ,  7 0 ) .  S e v e r a l  a u t h o r s  s u g g e s t  
t h a t  w o m e n  l o o k  a t  m a r k e t i n g  i s s u e s  d i f f e r e n t l y  a n d  m a y  b e  m o r e  l i k e l y  t h a n  m e n  t o  
g e t  a n d  g e n e r a t e  m o r e  e n t h u s i a s m  f o r  t h e i r  i d e a s  o r  c o n c e p t s .  
I t  s e e m s  t o  b e  i n  m a n a g e m e n t ' s  b e s t  i n t e r e s t  t o  p r o v i d e  a n d  p u b l i c i z e  e q u a l  o p -
p o r t u n i t i e s  f o r  w o m e n .  C o r p o r a t i o n s ,  e x e c u t i v e s ,  a n d  h i g h  l e v e l  m a n a g e r s  m a y  
o t h e r w i s e  a l i e n a t e  v e r y  t a l e n t e d  a n d  r e a c t i v e  f e m a l e s .  S e v e r a l  a u t h o r s  p o i n t  o u t  t h a t  
w o m e n  a d d  d i v e r s i t y  t o  p r e d o m i n a n t l y  m a l e  i n s t i t u t i o n s  a s  w e l l  a s  h e l p  f o s t e r  m o r e  
c r e a t i v e  p e o p l e - o r i e n t e d  w o r k i n g  e n v i r o n m e n t s .  C o r p o r a t i o n s  h a v e  a  f u r t h e r  i n c e n t i v e ,  
w h i c h  i s  e c o n o m i c a l l y  b a s e d ,  f o r  h i r i n g  a n d  p r o m o t i n g  f e m a l e s .  T h e  1 9 9 0 ' s  w i l l  f a c e  a  
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dwindling supply of male college graduates from which to recruit. Furthermore, by the 
late 1990's only 15% of the network force will be white men born in the United States. 
(Johnston). 
Women outnumber men at 52% of the nation's colleges and universities, and enter 
business, engineering, and law schools in greater numbers (Matzer). It is clear that 
women are a growing percentage of the work force, and companies will need to offer 
an attractive working environment to compete for top management trainees and entry-
level people. 
A further barrier to women's full and equal participation in the corporate world is 
sexism and sexual harassment. Women are being driven out of the business world by 
male co-workers and bosses who snub, insult or pass them over for promotion. 
However, the courts have ruled that sexual harassment constitutes sexual discrimina-
tion. The Equal Employment Opportunity Commission (EEOC) Guidelines define sex-
ual harassment as, "any unwelcome sexual conduct that 1) is made a term or 
condition of employment, 2) has the purpose of effect of interfering with work 
performance, 3) creates an intimidating, hostile or offensive work environment." 
"Historical accounts and current documentation of incidence levels suggest that 
sexual harassment has been and continues to be a persistent problem for working 
women" (Schneider, 76). A study conducted by Martin in 1984 found that at least half 
of all working women experienced some form of sexual harassment. Women 
occupying male-dominated occupations report experiencing sexual harassment more 
frequently than those women in traditional female or mixed occupations (Schneider, 
67). In 1986, Lafontaine and Tredeau conducted a survey of 160 alumnae of a private 
college in upstate New York whose graduates were employed in engineering, science 
and management (male-dominated occupations). Over 75% of the 160 respondents in 
the study reported that they had experienced one or more types of harassment. 
The researchers offer three explanations for the higher incidence of harassment 
encountered by women in traditional male occupations. First, women hold a minority 
status which highlights the incongruity between their gender role and work role. This 
incongruity may lead men to treat women in stereotypical way. Second, men may per-
ceive their power and privileges to be threatened by women occupying traditional male 
jobs. Because of men's perceived threat to their power and privilege, women may ex-
perience more severe and frequent forms of harassment. Third, women in these posi-
tions may be more likely to report and identify harassment than their counterparts in 
more traditional female occupations. 
Business and industry are beginning to address formally the issue of sexual har-
assment of women in the workplace. Executives, administrators and supervisors are 
learning to deal with the various ramifications of sexual harassment. They are 
beginning to understand that this issue affects not only women as the victims but the 
organization as well. Employers are being hit with staggering direct and indirect costs. 
To facilitate any meaningful decline in discrimination against women in hiring and 
career advancement, companies must make attitudinal as well as structural 
adjustments. Managers from the top down should carefully examine harmful 
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~e. w o m e n  m a y  e x -
) m e n  i n  t h e s e  p o s i -
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; s u e  o f  s e x u a l  h a r -
n d  s u p e r v i s o r s  a r e  
s s m e n t .  T h e y  a r e  
t h e  v i c t i m s  b u t  t h e  
a n d  i n d i r e c t  c o s t s .  
: : > m e n  i n  h i r i n g  a n d  
. v e i l  a s  s t r u c t u r a l  
e x a m i n e  h a r m f u l  
o r g a n i z a t i o n a l  p r a c t i c e s  a n d  p r o b l e m s ,  s u c h  a s  p e r f o r m a n c e  d o u b l e  s t a n d a r d s  a n d  
s e x - r e l a t e d  d i s c r i m i n a t o r y  p r a c t i c e s ,  a n d  t a k e  s w i f t  s t e p s  t o  e l i m i n a t e  t h e m .  
T o  f u r t h e r  f a c i l i t a t e  w o m e n ' s  e q u a l  p a r t i c i p a t i o n  i n  t h e  c o r p o r a t e  w o r l d ,  M a t z e r  o f -
f e r s  t h e  f o l l o w i n g  s u g g e s t i o n s .  
1 .  O r g a n i z a t i o n s  m u s t  e s t a b l i s h  a  w o r k i n g  c l i m a t e  i n  w h i c h  w o m e n  a n d  m e n  
s e e  a n d  a c c e p t  o n e  a n o t h e r  a s  c o l l e a g u e s .  F o r  t h i s  t o  o c c u r  t o p - l e v e l  
m a n a g e r s  m u s t  a c t  t o  m i n i m i z e  t h e  e f f e c t s  o f  s e x  s t e r e o t y p e s  a n d  p r e j u -
d i c e  a b o u t  w o m e n  b y  m a k i n g  a  c o n c e r t e d  e f f o r t  t o  p r o m o t e  e m p l o y e e s  b y  
t h e  s a m e  c r i t e r i a .  
2 .  C o r p o r a t i o n s  m u s t  p r o v i d e  w o m e n  e q u a l  t r a i n i n g  a n d  e d u c a t i o n a l  o p p o r t u -
n i t i e s  f o r  a d v a n c e m e n t  t o  c o r p o r a t e  l e a d e r s h i p  p o s i t i o n s .  
3 .  C o r p o r a t i o n s  m u s t  o r g a n i z e  p r o g r a m s  t h a t  a l l o w  f l e x i b l e  w o r k i n g  h o u r s  a n d  
p r o v i d e  c h i l d  c a r e  f a c i l i t i e s .  
4 .  W o m e n  s h o u l d  b e  e n c o u r a g e d  t o  a c t  a s  r o l e  m o d e l s ,  m e n t o r s ,  a n d  c o n f i -
d a n t s  f o r  o t h e r  w o m e n .  
5 .  C o r p o r a t i o n s  m u s t  w o r k  t o  b r e a k  d o w n  t h e  i n f o r m a l ,  a n d  u n s t r u c t u r e d  b a r -
r i e r s  t o  w o m e n  t h a t  e x i s t  b o t h  i n s i d e  a n d  o u t s i d e  t h e  o r g a n i z a t i o n ,  s u c h  a s  
t h e  " o l d  b o y ' s  n e t w o r k . "  ( 7 1 - 7 2 )  
S t r o n g  s u p p o r t  s y s t e m s  b o t h  a t  h o m e  a n d  o n  t h e  j o b  a r e  c r u c i a l  f o r  w o m e n  t o  
r e a c h  t h e  p i n n a c l e s  o f  c o r p o r a t e  m a n a g e m e n t .  I t  t a k e s  a n  e x t e n s i v e  s u p p o r t  s y s t e m  a t  
h o m e  t o  b e  a b l e  t o  p r o g r e s s  t h r o u g h  t h e  m a n a g e r i a l  r a n k s  ( M a t z e r ) .  A l t h o u g h  m o r e  
m e n  a r e  t a k i n g  r e s p o n s i b i l i t y  f o r  d o m e s t i c  c h o r e s ,  w o m e n  c o n t i n u e  t o  p u t  i n  m o r e  t h a n  
f u l l - t i m e  w o r k .  W o m e n  i n  b u s i n e s s  a r e  p u l l e d  i n  s o  m a n y  d i f f e r e n t  d i r e c t i o n s  b y  f a m i l y  
a n d  j o b  o b l i g a t i o n s  t h a t  i t  i s  v e r y  d i f f i c u l t  f o r  t h e m  t o  s t a y  i n  o n e  p i e c e .  C o r p o r a t i o n s  o f -
f e r i n g  d a y - c a r e  p r o g r a m s ,  f l e x i b l e  w o r k  s c h e d u l e s ,  a n d  n o n - s e x i s t  m a n a g e m e n t  t r a i n -
i n g  a n d  d e v e l o p m e n t  p r o g r a m s  w i l l  e n g e n d e r  a  m o r e  c o n f i d e n t  g r o u p  o f  w o m e n .  
T o  b e c o m e  m a j o r  p l a y e r s  i n  c o r p o r a t i o n s ,  w o m e n  m u s t  b e  a b l e  t o  p i c t u r e  
t h e m s e l v e s  i n  c o r p o r a t e  b o a r d  r o o m s  a n d  e x e c u t i v e  s u i t e s .  B u t ,  f o r  t h a t  t o  h a p p e n ,  
m a n a g e m e n t  m u s t  a l s o  i n i t i a t e  a n d  i m p l e m e n t  s t r a t e g i e s  t o  b r e a k  d o w n  t h e  i n f o r m a l ,  
f o r m a l ,  u n s t r u c t u r e d  a n d  s t r u c t u r e d  b a r r i e r s  t o  w o m e n ' s  f u l l  p a r t i c i p a t i o n .  A s  
m e n t i o n e d  p r e v i o u s l y ,  i n  t h e  n e x t  t e n  y e a r s  U . S .  c o r p o r a t i o n s  w i l l  b e  i n  n e e d  o f  w e l l  
t r a i n e d  a n d  q u a l i f i e d  e m p l o y e e s .  I f  w o m e n  b e l i e v e  t h e y  h a v e  a  f a i r  c h a n c e  t o  m o v e  u p  
t h e  r a n k s  w i t h  t h e  s a m e  o p p o r t u n i t i e s  a s  t h e i r  m a l e  c o l l e a g u e s ,  t h e y  a r e  m o r e  l i k e l y  t o  
s t a y  i n  c o r p o r a t i o n s  l o n g  e n o u g h  t o  r e a c h  t h e  h i g h e s t  l e v e l s .  
G r a n d  V a l l e y  R e v i e w  •  6 0  
References 
Farley, J. The Woman in Management. New York: ILR Press, 1983. 
Freeman, S. Managing Lives. University of Massachusetts Press Amherst, 1990. 
Hardesty, S. & Jacobs, N. Success and Betrayal: The Crisis of Women in Corporate America. New York: 
Simon & Schuster, Iris, 1986. 
Highman, E.L. The Organization Woman: Building a Career-An Inside Report. New York: Human 
Sciences Press, Inc., 1985. 
Jacobsen, A. Women In Charge: Dilemmas of Women in Authority. New York: Van Nostrand Reinhold 
Company, 1985. 
Johnston, W.B. The Coming Labor Shortage. Journal of Labor Research, 1992, 13, 5-10. 
Lafontaine, E. & Tredeau, L. The Frequency, Sources, and Correlates of Sexual Harassment Among 
Women in Traditional Male Occupations. Sex Roles, 1986, 15 (7/8), 433-442. 
Marshall, J. Women Managers: Travellers in a Male World. New York: John Wiley and Sons, 1984. 
Matzer, J. Personnel Practices for the '90s: A Local Government Guide. Washington, D.C.: International 
City Management Association, 1988. 
McGregor, D. The Professional Manager. New York: McGraw Hill, 1967. 
McLane, H.J. Selecting, Developing and Retaining Women Executives. New York: Van Nostrand 
Reinhold Co., 1980. 
Morrison, A.W., White, R.P., VanVelsor, E. & the Center For Creative Leadership. Breaking the Glass 
Ceiling. Reading, MA: Addison-Wesley Publishing Co., 1987. 
Rizzo, A.M. & Mendez, C. The Integration of Women in Management. New York: Quorum Books, 1990. 
Sylvia, RD. Critical Issues In Public Personnel Policy. Pacific Groves, CA: Brooks/Cole Publishing 
Company, 1989. 
61 • Grand Valley Review 
CLIJ 
THE I 
Virginia j 
1 
Do female cl 
the findings of • 
preference for tt 
In 1978, the 
Association (AI 
Psychotherapy 
discussion of th1 
ent preference 
that "[o]pen disc 
fessional judgmt 
An early inve 
prior to their OVI 
that both fema 
Fourteen years 
their study state 
female therapisl 
therapist gender 
In response 
series of studie 
were conducted 
all university st1 
States citizens c 
The first stL 
counseling cent1 
sample includec 
hour intake ses 
Results indicate 
than male client 
I This essay was ad 
San Jose, Costa Ric 
